This study addressed the role of motives in organizational citizenship behavior (OCB). Three motives were identified through factor analyses: prosocial values, organizational concern, and impression management. Scales that measured these motives and other variables known to covary with OCB were administered to 141 municipal employees and were correlated with self-, peer, and supervisor ratings of 5 aspects of OCB. Relative to the other motives, prosocial values motives were most strongly associated with OCB directed at individuals, and organizational concern motives were most strongly associated with OCB directed toward the organization. Each of the motives accounted for unique amounts of variance in OCB. The results suggest that motives may play an important role in OCB.
Organ and Ryan to conclude that if dispositional variables play a role in OCB, it is only to the extent that they affect thoughts and feelings about a job. It is difficult to dispute Organ and Ryan's claim about the importance of attitudinal variables as causes of OCB. However, more recent reviews of the literature (e.g., Borman, Penner, Allen, & Motowidlo, 2001; Motowidlo, Borman, & Schmitt, 1997) suggest that Organ and Ryan's conclusion about dispositional variables and OCB may have been a bit premature.
To be more precise, these studies provide substantial evidence that individual differences in personality traits and affect account for significant amounts of variance in OCB.
The present study takes a somewhat different approach to the role of individual-differences variables in OCB. Specifically, we investigated whether personal motives are related to OCB. Much of the current research on the causes of OCB either implicitly or explicitly assumes that engaging in such behavior is a reaction or a response to an individual's perceptions of his or her job and the organization for which he or she works. However, Penner, Midili, and Kegelmeyer (1997) suggested that OCB may also be a proactive behavior; that is, people may consciously choose to engage in OCB because such behaviors meet certain needs or satisfy one or more motives. Furthermore, to understand the causes of these actions, one must identify the motives that underlie them. Penner et al. (1997) were not the only researchers to consider the role of motives in OCB (see, e.g., Bolino, 1999; Folger, 1993) . However, unlike these other authors, Penner et al.'s (1997) interest in motives and OCB was explicitly based on a functional approach to human behavior. The functional approach to behavior focuses on the function or purpose served by a behavior (Snyder, 1993) . Identifying the purpose or purposes served by a particular behavior enables one to better understand it and why the person has performed it. This approach assumes that much of human behavior is motivated by a person's goals and needs. However, it does not assume that if two people engage in the same behavior, they have the same motives; nor does it assume that most behaviors serve only one motive. The same behavior may have multiple motives.
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We know of no studies that have taken a functional approach to OCB. However, in recent years, several researchers (e.g., Snyder and his associates; see Clary et al., 1998; Omoto & Snyder, 1995) have used a functional approach to study volunteerism-the donation of time and effort to some charitable or service organization. They and others (Clary & Orenstein, 1991; Penner & Finkelstein, 1998 ) have found significant and replicable associations among motives and the quantity and quality of volunteer activities.
These findings provided the theoretical impetus for the research reported here. There clearly are differences between volunteerism and OCB, but they also have some important characteristics in common. First, both are discretionary prosocial behaviors; people choose to volunteer and to engage in OCB. Second, both occur within an organizational context, and the recipients of the benefits of both OCB and volunteerism are either specific individuals associated with an organization or an organization itself. Third, unlike other kinds of prosocial actions (e.g., helping a family member), there is no strong sense of personal or social obligation to help. Finally, both kinds of prosocial behaviors typically occur over an extended period of time; they are not transitory responses to specific situations. These conceptual similarities and overlap between volunteerism and OCB led Penner et al. (1997) to propose that examining motives would further researchers' understanding of its causes. The present study empirically tested this proposal. To be specific, we developed a measure of motives for OCB. Then, in a field study, we measured motives and other variables previously shown to predict OCB. We expected that motives would correlate with OCB and explain variance in it not explained by other predictor variables.
Study 1: Scale Development
The goal of this study was to develop a reliable measure of motives for engaging in OCB. On the basis of extensive literature reviews and professional consultations, an initial set of 110 items concerned with the motives that might underlie OCB was created. These items were used to create a scale that measured OCB motives, and then the factor structure and the psychometric properties of the scale were examined.
Method Participants
There were two groups of participants. The first group contained 616 undergraduates (424 women, 172 men, and 20 participants who did not provide their gender). About 70% of the participants self-identified as European American, 10% as African American, and 10% as Hispanic; the remainder checked "other" or did not respond to this question. Seventy-five percent of participants were between the ages of 18 and 25 years, 77% were employed full-time or part-time, and 82% of these individuals worked more than 15 hr per week. The second group contained 178 undergraduates (131 women, 41 men, and 6 participants who did not provide their gender). Their demographic and employment characteristics were virtually identical to those of the first group. The jobs held by the participants ranged from low-level service positions to middle-level supervisory ones.
Procedure
The first group filled out the 110-item version of the Citizenship Motives Scale (CMS). The items were preceded by an explanation or a definition of OCB and several behavioral examples of OCBs. Then, using a 6-point scale, the participants rated how important each motive statement would be in their decision to engage in OCB at a job (1 = not at all important, 6 = extremely important).
Results
Four of the 110 items were eliminated because of extremely skewed distributions (45% of the respondents chose the same response). The remaining 106 items were subjected to an iterated principal-axis factor analysis (Rummel, 1970 ). An examination of the scree plot of the eigenvalues for the factors led to the decision to extract three factors. These items were then subjected to an oblique rotation. Items that loaded .50 or higher on one factor and no more than .29 on any other factor were retained for further analysis. These decision criteria yielded 79 items. However, because the scale was intended for usage in field settings, we further reduced the number of items it contained. Two criteria were used in the selection of the items for the final version of the scale. The first was factor loadings; the second was the actual content of the items. This process yielded the 30-item CMS presented in Table 1 .
Items loading on the first factor involved a desire by the participants for the company to do well and a desire for the participants to show pride in and commitment to the organization. Thus, this factor was labeled Organizational Concern (OC) motives. The second factor was labeled Prosocial Values (PV) motives because the items with the highest loadings on this factor involved a need to be helpful and a desire to build positive relationships with others. The final factor was labeled Impression Management (IM) motives because the items with the highest loadings on it were concerned with a desire to avoid looking bad to coworkers and supervisors and to obtain rewards. The three factors correlated significantly with one another: OC-PV, r = .53; OC-IM, r = .36; and PV-IM, r = .30.
The 30-item CMS was administered to the second group of participants, and the same principal-axis factor analysis was carried out. All items loaded on the same factors, and the intercorrelations between the pairs of factors were comparable to those found in the first sample. To further evaluate the similarity between the solutions from the two groups, we computed coefficients of congruence or agreement (Harman, 1976) between the factors obtained for each group. The coefficients of congruence were .98 for OC, .97 for PV, and .96 for IM. (Perfect agreement would be 1.00.)
Psychometric Properties
Subscale scores were calculated by giving the 10 items that represented each factor a unit weight of 1 for that subscale, and the remaining items were given a weight of 0. Among the first group of participants, the coefficient alphas for the subscales ranged from .94 (OC) to .91 (PV and IM); average interitem correlations ranged from .59 (OC) to .49 (IM). Among the second group of participants, the coefficient alphas ranged from .92 (OC) to .84 (IM); the average interitem correlations ranged from .54 (OC) to .35 (IM). Finally, 104 members of the second group of participants com- Note. Values in boldface type indicate that those items had their primary loading on that factor. pleted the CMS twice, 2 to 3 weeks apart. The test-retest reliabilities for the three subscales ranged from .82 (IM) to .71 (PV). The factor structure and the psychometric properties of the three subscales were essentially invariant across gender and work status (i.e., full-time vs. part-time).
Study 2: Motives and OCB
This study addressed the major theoretical question in this research effort: Do motives play a unique and significant role in OCB? Municipal employees completed self-report measures of constructs that had been previously found to be correlated with OCB (see the Method section below) and the CMS measure. Because ratings of OCB may differ as a function of the rater (Morrison, 1994) , self-, peer, and supervisor ratings of OCB were obtained. We predicted that the zero-order correlations between the motives and the ratings of the dimensions of OCB would be significant. More important, we predicted that the motives would differentially correlate with the dimensions of OCB. Specifically, we expected that (a) PV motives would correlate most strongly with the altruism dimension, or OCBs directed at individuals in the organization, and (b) OC motives would correlate most strongly with the conscientiousness dimension, or OCBs directed at the organization. We made no hypotheses about the correlates of IM motives because there was no clear theoretical basis for predicting differential correlations between IM motives and specific OCB dimensions.
Finally, we predicted that motives would account for unique variance in OCB. That is, when motives are entered into a hierar-chical multiple regression after other predictors of OCB, they will add significant accounts of explained variance in OCB ratings. The other predictors were selected on the basis of two criteria. First, the variable was already known to correlate with one of the dimensions of OCB, which enabled us to pit motives against other variables that were "shooting" at the same "targets." Second, there was some presumed conceptual association between each variable and at least one of the motives, which enabled us to use variables other than OCB to examine the construct validity of the CMS.
Method Participants
The participants were 145 individuals (88 male, 57 female) employed by a city government in Florida. They represented 73% of the 200 city employees who had agreed to participate in the study and received questionnaire packets. Ninety-one percent of the sample self-identified as White or European American. Ten percent of the sample were less than 30 years old, 30% were between 30 and 40 years old, 45% were between 40 and 50 years old, and the remainder were more than 50 years old. Thirteen percent had completed high school, 53% had completed 1 or more years of college, 21% had graduated from college, and 12% had completed some postgraduate education. Four percent had worked for the city for 1 year or less, 23% for 1 to 5 years, and 73% for longer than 5 years.
Measures
Organizational justice. There is a substantial prior literature that suggests a positive association between perceived organizational justice and the commission of OCB (see, e.g., Moorman, 1991 , Organ & Ryan, 1995 . Two aspects of organizational justice were assessed. The first aspect was distributive justice-the degree to which the rewards received by employees were perceived to be related to performance inputs. Distributive justice was measured with a six-item scale developed by Price and Mueller (1986) , in which participants rate the degree to which they feel they are fairly rewarded by the organization. The second aspect was procedural justicethe degree to which fair procedures were used in the organization. Procedural justice was measured with a seven-item scale developed by Moorman (1991) . A 5-point response format was used for both scales. Cronbach's alphas for the two scales were .94 and .89, respectively.
Positive mood. George (1991) and several other researchers (e.g., Facteau, Allen, Facteau, Bordas, & Tears, 2000; Van Scotter & Motowidlo, 1996) have found that job-related moods are positively associated with OCB. Positive mood was measured by the Positive Affect subscale of the Job Affect Scale (Brief, Burke, George, Robinson, & Webster, 1988) . The subscale consists of six positive mood adjectives: active, strong, excited, enthusiastic, peppy, and elated. Participants rated the extent to which each adjective reflected their current feelings at work by using a 5-point scale. Cronbach's alpha for this scale was .92.
Prosocial Personality Battery. Several studies have found that Penner, Fritzsche, Craiger, and Freifeld's (1995) measure of prosocial dispositions, the Prosocial Personality Battery (PSB), correlates with self-reports and peer reports of OCB (see Allen, 1998 Allen, , 1999 Facteau et al., 2000; Midili & Penner, 1995) . The PSB is a 56-item self-report measure. When factor analyzed, it yields two related factors . The first factor, called Other-Oriented Empathy, concerns prosocial thoughts and feelings. The second factor, called Helpfulness, concerns prosocial behaviors. The factors are positively correlated (ranging from .20 to .40, depending on the sample). The factor structure is virtually invariant across gender, age, and educational level. Participants used a 5-point scale to respond to the PSB items. Cronbach's alphas for the two factors were .82 and .72, respectively.
Motives for OCBs. The 30-item CMS, described in Study 1, was administered to participants. The respondents were given a description of OCB and asked to rate, using a 6-point scale, how important each of the 30 motives would be in their decision to engage in this behavior. As we discussed earlier, the scale contains three correlated but distinct subscales: PV, OC, and IM. Cronbach's alphas for the subscales were .88, .93, and .89, respectively.
OCB. OCB was measured using a scale developed by Podsakoff, MacKenzie, Moorman, and Fetter (1990) . We selected this scale because it has been used in several previous studies of OCB. It contains five subscales that purport to measure the five aspects of OCB proposed by Organ (1988) : altruism-helping behaviors directed at specific individuals, conscientiousness-doing things that benefit the organization (e.g., being punctual, obeying rules), courtesy-trying to prevent work-related interpersonal problems from occuning, sportsmanship-tolerating less than ideal circumstances on the job without complaining, and civic virtue-responsibly involving oneself in and being concerned about the life of the company. It is generally agreed that altruism and courtesy concern OCBs directed at individuals (i.e., altruism) and the other subscales concern OCBs directed at the organization (i.e., conscientiousness). The OCB scale contains 24 items and uses a 5-point response format. Subscale scores are the simple sum of the relevant items.
To obtain independent ratings of each employee's OCB, we gave this scale to the target employees, two of their peers, and one supervisor; all of whom rated the target employee. The instructions and the wording of the items were changed to reflect the different perspectives of the three kinds of raters. The time frame for the ratings was the employee's behavior over the past week. In the self-ratings, the Cronbach's alphas for the three OCB subscales were less than .70: .60 for Sportsmanship, .65 for Courtesy, and .69 for Conscientiousness; the other alphas were .71 or higher. The subscales' alphas ranged from .74 to .86 in the peer ratings and from .80 to .87 in the supervisor ratings. The self-ratings of OCB were significantly correlated with peer ratings on four of the five subscales, and the average convergent correlation was .26. They were also significantly correlated with supervisor ratings on four of the five subscales; the average convergent correlation was .22. All five of the peer and supervisor subscale ratings were significantly correlated; the average convergent correlation was .38.
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Procedure
Participants were recruited through mail solicitations and personal visits. Employees who initially agreed to participate in the study received a packet of questionnaires. Each packet contained the following items: (a) the five self-report questionnaires (described above in the Method section) that were completed by the participant (to control for possible order effects, half of the participants were asked to complete the CMS before the OCB questionnaire, and the other half were asked to complete the CMS after the OCB questionnaire 4 ), (b) two OCB rating forms to be completed by peers of the participant, and (c) one OCB rating form to be completed by a supervisor of the participant. Participants were assured that all of these data would be anonymous and that no one in the organization would have access to them. To achieve this anonymity, each form in the packet was assigned a unique code number known only to Sheila M. Rioux and the participant.
After the participants completed the self-report measures, they asked two coworkers with whom they had regular contact and their immediate supervisor to complete the appropriate OCB rating form. To make it clear to the peers and supervisors whom they were rating, the participants wrote their names on a "post-it" note and placed it on the rating forms they distributed. After completing the questionnaires, all individuals (participants, peers, and supervisors), removed the post-it notes from the questionnaires, placed them in sealed envelopes, and returned the sealed envelopes to a central office in the organization through interoffice mail. Memos were periodically distributed to participants indicating what forms the researcher had received for each code number. The data were collected over a 6-week period.
Results
Psychometric Properties of the CMS
The factor structure and the individual factor loadings were virtually identical to those obtained with the student samples in Study 1. The coefficients of congruence between the solutions from the student and the worker samples were .97 for all three factors. The pattern of correlations among the factors was also similar to the pattern found in the student samples. None of the subscale means in the two samples differed by more than 3 points. However, relative to the student sample, the OC and PV means were significantly higher, and the IM mean was significantly lower.
Motives and OCB
Self-ratings. Before considering motives and OCB, we briefly discuss the intercorrelations among the predictor variables (i.e., procedural justice, prosocial personality, mood, and motives). These correlations provide data that speak to the construct validity of the CMS independent of its relationship with OCB. We expected that OC motives would correlate more strongly than the other two motives with variables that concerned affective reactions to the organization, such as organizational justice and mood. In contrast, PV motives would correlate more strongly with the prosocial personality measure. For the most part, these expectations were supported. The correlations between OC motives and procedural justice (.44) and mood (.49) were significant and higher than the correlations between either PV motives and these variables (.24 and .21) or IM motives and the same variables (.07 and .12). The correlations between PV motives and the other-oriented empathy and helpfulness dimensions of the PSB (.46 and .31, respectively) were also significant and higher than the comparable correlations for the OC motives (.27 and .02) and the IM motives (-.02 and .00). The only nonsignificant difference was PV-otheroriented empathy versus OC-other-oriented empathy.
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Turning to OCB, significant correlations were obtained between procedural justice and two of the OCB measure's subscales (Altruism and Sportsmanship); mood correlated significantly with all of the subscales except Conscientiousness. Other-oriented empathy and helpfulness correlated significantly with the Altruism and Courtesy subscales of OCB. Other-oriented empathy also correlated significantly with the Conscientiousness and Civic Virtue subscales.
The first hypothesis was that the motives would differentially correlate with OCB dimensions. There were significant correlations between PV motives and Altruism (.44) and Courtesy (.43; both altruism-related OCB subscales). As we expected, these correlations were significantly higher than those between PV and Conscientiousness (.13) and Sportsmanship (.03; both conscientiousness-related OCB subscales). However, contrary to the hypotheses, there was a significant correlation (.27) between PV motives and Civic Virtue (another conscientiousness-related subscale). OC motives correlated significantly with Civic Virtue (.55) and Sportsmanship (.25). The OC motives-Civic Virtue correlation was significantly higher than the PV motives-Civic Virtue correlation. However, OC motives also correlated significantly with Altruism (.32) and Courtesy (.25). (The unexpected findings are addressed below.)
The other major hypothesis was that the motives would account for unique variance in the OCB dimensions. To test this hypothesis, we carried out hierarchical linear regressions in which the criterion variables were the five OCB subscales and the predictors were procedural justice, distributive justice, mood, the two factors of the prosocial personality measure, and the three motives, entered last (PV, followed by OC and IM). PV motives accounted for significant amounts of unique variance in the regressions involving Altruism and Courtesy (both A/? 2 s = .06). However, they also accounted for significant variance in a conscientiousness-related subscale, Civic Virtue (Afl 2 = .03). OC motives accounted for unique variance in Civic Virtue (A/? 2 = .13). IM motives accounted for significant variance in Sportsmanship (A# 2 = .04). None of the motives (or any other predictors) had significant regression weights on the Conscientiousness subscale.
These results of correlational and regression analyses were generally consistent with the hypothesis about how the motives would map onto the OCB dimensions. However, an unexpected finding was that PV motives correlated significantly with Civic Virtue and OC motives correlated significantly with Altruism and Courtesy. Also in the regression analysis, PV motives accounted for significant variance in Civic Virtue. To better understand these findings, we carried out additional analyses in which the substantial correlation (.57) between the PV and OC subscales was partialed out from these variables' relationships with OCB. Specifically, two hierarchical multiple regressions, using only motives, were performed on each of the OCB measure's subscales. In one, PV motives were entered before OC motives; in the other, this order was reversed. (IM motives were always entered last.) Whether entered first or second, PV motives accounted for significant amounts of variance in the Altruism subscale (A/? 2 s = .19 and .10). OC motives accounted for significant variance in this subscale only when they were entered before the PV motives.
Turning to Civic Virtue (a conscientiousness-related subscale), OC motives accounted for significant variance irrespective of the order in which they were entered (A/? 2 s = .31 and .24). However, PV motives accounted for significant variance in Civic Virtue only when they were entered before OC motives.
Peer ratings. Two peers rated 135 of the participants on OCB. Eighty-seven percent of the peers had worked with the target person for at least 1 year, and 86% said that they had observed the target person at least 10 times in the past week. Averaged peer ratings were used in the analyses of this rating source. The correlations involving peer ratings of OCB are presented in Table 2 . Procedural justice correlated significantly with all of the OCB subscales except Courtesy, and distributive justice and mood correlated significantly with Sportsmanship (rs = .17 and .22, respectively).
The PV motives-Altruism correlation (.24) was significantly higher than the PV motives-Conscientiousness (-.04) and PV motives-Sportsmanship (.11) correlations but did not differ from the PV motives-Civic Virtue correlation (.23). The OC motives correlated significantly with Civic Virtue (.34) and Sportsmanship (.24). The OC motives-Civic Virtue correlation was significantly higher than the OC motives-Altruism (.08) and OC motivesCourtesy (.05) correlations and nonsignificantly larger than the PV motives-Sportsmanship (.11) correlation. No significant correlations were found for the IM motives.
The peer ratings on the five OCB subscales were regressed onto the predictor variables in hierarchical regressions, with the motives entered last (see Table 3 ). Three of the five multiple regressions (Altruism, Civic Virtue, and Sportsmanship) yielded a significant R 2 . Again, the PV motives accounted for significant amounts of variance in the prediction of Altruism and Civic Virtue. The OC motives accounted for significant amounts of unique variance in Civic Virtue, and the IM motives accounted for significant amounts of unique variance in Sportsmanship.
Regression analyses were again used to partial out the covariation between PV and OC motives from their relationships with the OCB subscales. The unexpected significant relationship between PV motives and Civic Virtue disappeared when PV motives were entered after OC motives, but irrespective of the order in which OC motives were entered, they accounted for significant variance in Civic Virtue.
Supervisor ratings. Supervisors rated 135 participants on OCB. Procedural justice correlated significantly with Sportsmanship (r = .21), and mood correlated significantly with Conscientiousness (r = .19). The PV motives correlated significantly (.21) with Altruism; this correlation was nonsignificantly larger than the correlations involving PV motives and Conscientiousness (.16), Civic Virtue (.17), and Sportsmanship (.14). As we predicted, the OC motives correlated significantly with the Conscientiousness, Civic Virtue, and Sportsmanship subscales (rs = .25, .25, and .20, respectively) . The first two correlations were significantly greater than the OC motives-Courtesy correlation (.03). None of the correlations involving IM motives were significant. None of the hierarchical regressions were significant. However, when entered into the regression, OC motives produced a significant increment in the variance accounted for in Civic Virtue (Afl 2 = .04). The regressions conducted only on the motives explicated the relationships between them and the OCB subscales. PV motives accounted for unique variance in Altruism irrespective of the order in which they were entered (both A/? 2 s = .04). However, the relationships between PV motives and Conscientiousness, Civic Virtue, and Sportsmanship (i.e., conscientiousness-related subscales) dropped to near zero when PV motives were entered after OC motives. OC motives accounted for significant variance in Conscientiousness and Civic Virtue irrespective of whether they were entered first or second (Afl 2 s = .06 and .04 for Conscientiousness; A/? 2 s = .06 and .03 for Civic Virtue).
Discussion
In the interest of brevity, we forgo any detailed discussion of the psychometric properties of the motives measure. Suffice it to say that the CMS has a stable and replicable three-factor structure and appears to have acceptable internal and test-retest reliabilities. Although the motives measured in the CMS were empirically rather than "rationally" derived, they overlapped considerably with other conceptualizations of the reasons why workers might engage in OCB (e.g., Bolino, 1999; Ferris, Judge, Rowland, & Fitzgibbons, 1994) . However, these motives may be more complex than earlier motive-based approaches suggested. For example, PV motives involve the need to be a helpful individual (value expression) and the need to be accepted and to interact smoothly with one's peers (social adjustment). OC motives also appear to have two interrelated components: a desire to help the organization because one identifies with and takes pride in the organization and because it is seen as being committed to one's welfare. IM motives appear to involve a desire to maintain a positive image and to avoid creating a negative one. Independent evidence of this interpretation comes from Forde (2000) , who administered the CMS along with the IM portion of Paulhus's (1998) Balanced Inventory of Desirable Responding (Version 7) to a sample of working college students. The correlations between PV and OC motives and IM were -.05 and .18, respectively (ns); IM motives correlated -.42 (.01) with IM. That is, lower scores on the IM subscale were associated with more concern with IM.
Although the PV and OC subscales of the CMS were strongly related, there are good reasons to believe that they tap distinct constructs. First, in all of the factor analyses, the individual items loaded "cleanly" and consistently on the two factors. Thus, at the individual item level, the subscales were quite distinct. Second, in Study 2, the two subscales had different patterns of intercorrelations with other predictor variables and were differentially correlated with the Altruism and Conscientiousness subscales of OCB. Finally, Forde (2000) found that whereas the OC motive was significantly correlated with measures of affective commitment to the organization and perceived organizational support (rs = .38 and .40), the PV value was not (rs = .02 and .04). Thus, there is a consistent pattern of convergent and divergent correlations that suggests the two factors concern different constructs.
Why then are the factors so strongly intercorrelated? We would tentatively propose that although the constructs are distinct, they share certain important commonalities. A critical one is concern about the well-being of another entity and a desire to be helpful and cooperative. Thus, both PV and OC motives may be, at least partially, what Clary et al. (1998) called "value-expressive" motives; that is, the person is motivated by the values that he or she holds.
This study was driven by the premise that people often choose to engage in OCB because it meets certain needs for them. We hypothesized that if such motives were measured, they would show a theoretically coherent pattern of correlations with the relevant dimensions of OCB. We also expected that motives would account for significant amounts of unique variance in OCB. These hypotheses were generally supported. Considering first the zeroorder correlations, overall, the strongest relationship for PV motives was with the Altruism dimension of OCB; the strongest relationship for OC motives was with the Conscientiousness dimension. Furthermore, the PV motives-Altruism dimension correlations were invariably higher than the OC motives-Altruism dimension correlations, and the PV motives-Conscientiousness dimension correlations were invariably lower than the significant OC motives-Conscientiousness correlations. In some instances, significant associations were found between PV motives and conscientiousness-related subscales and between OC motives and altruism-related subscales. However, when OC motives were partialed out of the former relationships, they became nonsignificant; and when PV motives were partialed out of the latter relationships, they also became nonsignificant. In other words, across all three rating sources, the PV and OC motives cleanly "mapped onto" the relevant OCB dimensions. Thus, it seems reasonable to argue that OCB is, at least in part, a proactive behavior driven by motives.
There were no significant correlations between IM motives and either of the OCB dimensions. The significant negative correlation between the trait of IM and scores on the IM subscale (Forde, 2000) may partially explain these null results. Specifically, responses to this subscale may have been suppressed by a desire to avoid presenting oneself in a negative light. Indeed, the respondents who may have been the most likely to use OCB to manage impressions may have been the least likely to endorse the IM items.
Despite this potential problem, when IM motives were entered last into the hierarchical regressions, they added significant amounts of variance in both the self-ratings and the peer ratings of Sportsmanship, suggesting a cooperative suppression effect. At present, we cannot explain why this occurred. The three subscales were substantially intercorrelated, and, as Pedhazur (1997) noted, in such instances it is often difficult to understand at a theoretical or conceptual level why suppressor effects occur. It is clear that additional research is needed to further explore what role, if any, IM motives, alone or in combination with other motives, might have in OCB. Furthermore, it is certain that it would be premature to rule out IM motives as a cause of OCB.
The final issue to be considered is whether these motives represent enduring dispositions or transitory reactions to organizational practices. We would argue that PV motives may well reflect an enduring disposition. Recall that the strongest correlate of PV motives was the other-oriented empathy dimension of the PSB. This correlation was much higher than the correlations between PV motives and the measures of organizational justice and mood. Very similar correlations have been obtained in other studies that have used the CMS and the PSB (Forde, 2000; Tillman, 1998) . These patterns of strong intercorrelations between PV motives and an enduring personality characteristic suggest that it may be a relatively stable aspect of a person's disposition and would not vary substantially from one job setting to another. In contrast, OC may be a less enduring and more modifiable motive, which is influenced by an employee's thoughts and feelings about the organization. In support of this conclusion are the consistently strong intercorrelations between scores on the OC subscale and measures of organizational justice, organizational commitment, and perceived organizational support. We do not believe, however, that the OC motive is a surrogate for such thoughts and feelings about the organization. Rather, it may moderate the relationship between them and OCB. For example, Tillman found that the relationship between organizational justice and OCB differed as a function of the strength of OC motives.
There are, of course, some limitations in this study. One limitation is the samples that were used. It is clear that before definite judgments on the role of motives in OCB are made, these findings need to be replicated in other settings with other samples. Another practical concern is the IM subscale. At this time, its value in the prediction of OCB is limited. One reason may be the transparency of the items, but we are currently exploring another possibility. Namely, the manner in which the IM subscale is constructed and/or scored may fail to distinguish between IM that is "acquisitive" (i.e., intended to get something from others) and that which is "self-protective" (i.e., intended to avoid negative evaluations; Gangstead & Snyder, 2000) . When these two kinds of IM motives are separated, a clearer relationship between IM motives and OCB may emerge.
Despite these limitations, the results of this study lend substantial support to the argument that motives play an important role in OCB. Thus, we would argue, as did Folger (1993) , that individuals consciously choose to engage in OCB because such actions meet their own needs and enable them to attain desired outcomes.
The results also suggest that a functional approach to OCB may help organizations increase the incidence of this class of behaviors. More specifically, because the PV motive appears to be an enduring personal attribute, it may be possible to select for individuals who are motivated to help their coworkers. In contrast, the OC motive appears to be more situationally determined, and, thus, if an organization wishes to increase the level of this motive among its employees, it may need to engage in actions that evoke this motive.
Of course, the success of such strategies is an empirical question, and it remains for subsequent research to determine the practical value of a motivational approach to OCB. We would argue, however, that the results of the present study suggest that such an effort might further our understanding of OCB and increase its frequency among employees of large organizations.
